A look at the process
• Watch for the cutoff date for receipt o f applications. Every job advertisement contains language that signals the cutoff for submitting applications, which is interpreted by the applicant(s) to mean that review o f applications will begin shortly thereafter. Pay close attention to the language in the adver tisement. Does it say "Applications must be postm arked by (d ate)," "Applications re ceived by (date) will be guaranteed consid eration," or "Review o f applications will b e gin (date)"?
If any o f these firm, cutoff statements appear in the ad, the likelihood is that the hiring library wants to move along with the search process, and probably has also indi cated a starting date for the position in the advertisement.
If you have a need for speed, however, watch out for job ads containing the sen tence, "Review o f applications . . . ivill c o n tin u e until the p osition is filled." It is not being suggested that you avoid applying for posi tions for which this caveat is included in the advertisement; however, it is important that you understand what it means. In short, the library reserves the right to continue to re ceive and review applications, and even in terview candidates, for q u ite a long tim eas long as it takes, in fact, to find someone suitable for the position. Does this mean that
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Philip C. Howze is associate dean for Public and Collection Development Services at Southern Illinois University, Carbondale, e-mail: phowze@Hb.siu.edu your application, which you dutifully sub mitted long before the due date, could still "come to life" at any time, even though it's been m ore than three m onths and you haven't heard anything? Don't hold your breath. Well, maybe.
• T h e la r g e r th e s e a r c h p o o l, th e lo n g e r it takes to d ecid e w h o m to in ter v iew . Entry-level librarian positions attract greater numbers of applicants than positions for which experience is required, and each application (cover letter and résumé) must be read carefully by a num ber of people who have other things to do, such as prac tice reference, catalog books, and develop collections. Before the applications are placed in the hands of the search commit tee, the personnel officer ensures that all applications in the pile are complete. This is where applicants themselves slow down the process.
It never ceases to amaze me that there are soon-to-bem aster's-degree-holding li brarians w ho genuinely think that the information requested in the job ad was meant for everyone else but them. If the job ad calls for a letter of in terest, a résum é, and the nam es of three references with com plete mailing ad dresses, telephone numbers, and e-mail addresses, believe with all your heart that leav ing anything out will result in a call or a letter asking you to supply the missing informa tion. Unfortunately, the whole pool of ap plicants suffers because of the folly of a few.
• Failure to address ea c h a n d ev ery o n e o f th e job req u irem en ts slo w s d o w n th e search . Having tried my best to avoid writing a "rule" for this time-consuming, search-killing behavior, it simply cannot be helped, so here it is: if you cannot address the job requirements, either in your cover letter or your résumé, think long and hard about whether the position is for you. In my last writing, applicants were advised to write only to the job description. What may not have been clear is that the job description, and the requirements, applies to all appli cants, including you.
Frustrated, you may ask yourself, "What's wrong with me?" The likelihood is that nothing is wrong with you-getting a job in academic libraries takes time.
By way of explanation, when the search committee receives the "pile" of résumés (in cluding yours), each member also receives a grid sheet with each and every qualifica tion listed in the advertisement on one axis and the names of the applicant(s) on the other. Not all forms are designed the same, but the point is that each and every qualifi cation is listed on every type of form. If you do not meet all, or most, of the required qualifications, know that you are likely com peting with those who do. And here you are approaching graduation without having heard anything. Hmm.
By the way, the grid sheet previously mentioned lists only one absolute qualifica tion that I know of-possession of the ALAaccredited MLS. As far as a search commit tee is concerned, if you don't have one, or w on't have one by the start date for the po sition, you are out of the pool. It's that simple.
The jury is still out on whether it is help ful for a new librarian to list course work taken; take your cue from the position de scription and the required qualifications. All Who and how we hire will have a tremendous impact on what libraries are to become in the new century.
other qualifications are subject to interpre tation.
• A m b ig u o u s p o s it io n r e q u ir e m e n ts c a n s lo w d o w n a se a r c h . Ambiguous job requirements slow dow n a search, largely because there hasn't been a m eeting of the minds concerning what they really mean. If you, as the applicant, are having a hard time with what "sensitivity to the vital relation ship betw een the library and com puter ser vices" really means, rest assured that there is som eone on the search committee w ho also hasn't a clue. That such phraseology is used in a job ad to cue an experienced li brarian about a political land mine notwith standing, there simply are some required qualifications listed in a job ad that the search committee cannot possibly know about you without m eeting you first. They include: 1) awareness an d /o r understanding of national and international issues and trends; 2) ex cellent oral and interpersonal communica tion skills; 3) analytical skills; 4) ability to organize work and work well under pres sure, and, the "biggie"-5) ability to m eet criteria for prom otion and tenure. The ad requirement didn't indicate that you had to come tenure-ready, with ten articles pub lished in refereed journals and service as an ALA councilor, only that you possess the ability. So, how can one know such a thing during prescreening?
• W ill th e r e b e a q u iz later? There are also some required qualifications listed in a job ad that the search com m ittee cannot know about you w hether they m eet you or not, unless a test is given. They include dem onstrated skill in planning, organizing, and coordinating the w ork of others, or dem on strated skill in anything for that matter. "Knowledge of" requirem ents cannot be checked on the grid for you unless you write the statements from the job ad in your cover letter or résumé. The search committee can not read into your résumé that which is not there, even if you possess the skills required.
"K nowledge of" skills also serve as a warning to the applicant that he or she can expect to be asked to dem onstrate knowl edge of, or at least discuss intelligently, the issues enum erated in the qualifications. If there is a presentation, w hether a topic is assigned or not, the candidate needs to find a way to cover some or most of these items during the presentation. Many search com mittee m embers will take careful notes and use them to fill in any blank areas on the grid. It also helps to address, and clarify, job requirem ents during the question-andanswer period following the presentation, as well as during any meeting with the search committee.
• P referred q u a lifica tio n s. Many library job ads list preferred qualifications. Preferred qualifications are su p p o sed to assist the search committee to further narrow dow n the list of applicants to only the best-quali fied people. This rarely happens, however, because preferred qualifications, with the ex ception of a specified num ber of years' ex perience, are also often stated so vaguely that it is difficult to know w hether som eone has the trait without m eeting the person.
Also, there tends to be some ambiguity about how preferred qualifications are used. Fairness, from an affirmative action stand point, seems to be evident w hen only those persons m eeting all of the required qualifi cations are then examined for preferred ones. However, it does happen that a person w ho meets all of the preferred qualifications, but few of the required ones, is invited for an interview anyway.
• S o m e le s s o n s are le a r n e d w h ile th e se a r c h is in p r o c e s s . Some libraries don't really know w hat they want, from either the applicants or the position itself, particularly if the position is newly created. Watch out for snappy, vogue position titles, such as professional developm ent librarian, digital librarian, m etadata librarian, or diversity li brarian. These are often experim ental posi tions, written to select individuals or to be symbolic seed planting for future organiza tional change.
Also, we w ho write job descriptions have a long way to go in honing our craft. After all, there is a group of you out there w ho need jobs, and a lot of academic libraries need librarians. We need to begin to work with new language in our job ads in order to meet dynamic, interesting, and friendly people who love librarianship, who are not fried or otherwise impaired, and who un derstand, agree with, and are willing to ful fill the requirements of the professorate. In stead of asking for vague qualifications that are not easily demonstrable, we should be looking for people who like people. That would cure our diversity woes, once and for all.
We should be looking for people who like finding things. That would bring our col lections to life. We should be looking for people who are friendly and approachable. That w ould single-handedly revitalize refer ence. We should be looking for people who love to learn and love to teach. That would end all antipathy toward faculty status and tenure for librarians. Instead, we reuse old job descriptions that do not reflect the de gree and type of change experienced by a given library over time.
Who and how we hire will have a tre m endous impact on what libraries are to b e come in the new century.
• A d d itio n a l o b s e r v a tio n s o n w h y se a r c h e s tak e to o lo n g .
One of the main reasons searches seem to take so long is that applicants often go weeks, and sometimes months, without hearing anything about the status of their application. Why does this hap pen? The short answer is that the search is still active. What does this m ean to the ap plicant? Nothing. What does this really mean from a library standpoint? It means many things.
The library may be experiencing difficulty with scheduling search committee meetings. It also may be having difficulty scheduling candidates for interviews (something you probably do n 't want to hear at this point). A university-mandated hiring freeze, glitches with paperwork to secure the required per missions (most common), or some new in sights gained by the library, such as what the job or person hired for the job should be like, may be occurring. The search could be at a standstill (stalled because no quali fied applicant has been identified and no new applications have been received), or what your gut tells you has happened, the position has been offered to someone else.
And so you may ask, "If the position was
If you are reading this article, you … just happened upon one of the best sources for job listings in the business.
offered to som eone else, why did it take so long to notify me?" The naked truth is that until an offer is extended, accepted, and ap proved by the university administration, the search is far from over. In fact, the process could fall apart at any point along the way, and sometimes does. W hen searches fall apart, sometimes over something as rudi mentary as the frontrunner changed his or her mind or accepted another position in a library that responded faster with an offer, the library wants to keep the pool as "clean" as possible in order to continue selecting from the remaining candidates. Does this m ean that you should avoid applying for jobs in academic librarianship? Of course not. If you are reading this article, you probably already have one, or just hap pened upon one of the best sources for job listings in the business. Be forewarned, how ever, that getting a job takes time. Librarians who are new to the profession should be prepared for the prospect that a response to your résumé will rarely be immediate. Now, having covered some of the reasons why searches take time, there is a more op timistic view of the world vis-à-vis the time it takes to get a job in academic librarianship. So, before you give up on what could be a great career, read this: Far more often than not, much of the process involving the es tablishment of your viability as a candidate doesn't really take very long. And that's what most applicants want to know-that they are still in the running for a position. It's the "not hearing anything" that's so nerve-wracking.
• H o w d o y o u k n o w i f y o u 're in th e ru n n in g? There is only one sure way to know if you are a finalist for a position: You receive a call from the personnel officer in forming you that the library wants to invite you for an interview. Beyond this, the rest is guesswork.
Here are a few "educated" guesses, or indicators (hint, hint), that your application is, at the least, not dead yet. 1) Your refer-So, if it takes two to three months to hear anything, don't be surprised; things are probably progressing at a normal rate.
ences have been contacted only days after the search officially closed. This is a good sign because it usually m eans you m ade it through the first, and in some cases the only, cut. Or it m eans that references are being contacted for everyone in the pool. Either way, the fact that the search committee is moving so quickly is a good sign. 2) You receive a call from the personnel officer or chair of the search comm ittee asking if you are still interested in the position. Although it is possible that such a call is being made to everyone in the pool, it's highly unlikely, especially if the caller takes the time to out line the search process and the timetable. Take this as another good sign; contact is better than no contact. 3) You receive a call from the chair of the search committee ask ing if you are available for a prelim inary telephone interview. This is also a good sign because the indication is that you are defi nitely on the short list and there's a 50/50 chance the committee m em bers will like the sound of your voice. Life can be such a crapshoot, at times, especially for people with regalia and no jobs.
Advice for new job seekers
Now that you u n d erstan d som e o f the rea so n s w h y g e ttin g a jo b in a c a d e m ic librarianship takes time, the follow ing ad vice is offered for p rospective job seek ers.
• Start e a r ly . It d oesn't hurt to develop a search strategy. Plan w hen to send out résumés by acting as if the search commit tee w ants to move along with the process. Take note of the closing date for applica tions, and plan your interviewing schedule four to six w eeks after the closing date. This is based on the assum ption that the search is moving along quickly, w hich m eans al lowing for a m onth to hold search commit tee m eetings, read résum és, receive and evaluate references, and secure the neces sary administrative approvals.
Add tw o w eeks' lead time for the pur chase of a plane ticket at a cheaper fare than it w ould cost if you w ere on the next flight out. In the same two weeks, add having a hotel room b ooked for you and arrange ments m ade to have m ost (if not all) of the staff on standby for a w hole business day to feed and interview you. We're talking light ening fast, even though to you it's been six weeks. So, if it takes tw o to three m onths to hear anything, d o n 't be surprised; things are probably progressing at a norm al rate.
• B e w illin g to travel, a n d c o n s id e r b o th p r iv a te a n d p u b lic in s titu tio n s . A w ide net catches m any fish. Some new li brarians experience job search anxiety b e cause they are unwilling to travel. Go w here the w ork is, particularly if a num ber of posi tions are being advertised by the same insti tution. Also, d o n 't forget your privates! Many private institutions have the ability and re sources to move along with a search faster than a lot of public institutions, particularly if they identify a person w ho meets the quali fications.
• B e p r e p a r e d to p a y n o w a n d b e r e im b u r s e d la t e r w h e n it c o m e s t o e x p e n s e s . One of the first, and m ost lasting, shocks of my professional life was w hen I was politely inform ed that I was being in vited for an interview, with the expectation that I had to pay my ow n expenses and sub mit all receipts for reim bursem ent. This was particularly troublesom e for me, given that all I had to my nam e was my regalia-and even that was rented. W hen I got over the shock, I paid my expenses. And then I sub mitted the receipts and patiently w aited for reim bursem ent. And then I w aited som e more.
Thank goodness, m ore libraries are b e com ing sensitized to the new librarian's plight, and m any do prepay plane tickets and other expenses for candidates. Still, be prepared to face the reality that many places expect you to pay first.
• D o n 't s lo w d o w n t h e p r o c e s s . Pro vide all of the information requested in the job ad, such as a cover letter, résumé, nam es of references, transcripts, and so on. Watch out for spelling errors and typos, and be advised that your cover letter is the only evi d e n c e , in m o st c a ses, th a t th e se a rc h (continued on page 634)
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